The study examined the supervisory practices of headteachers and how these supervisory practices relate with teacher motivation in public basic schools in the Anomabo Education Circuit of the Mfantseman Municipality in the Central Region of Ghana. Quantitative approach of the cross-sectional survey design was adopted. Using purposive and stratified random sampling techniques, 69 respondents, made up of 15 headteachers and 54 teachers were used for the study. Two sets of questionnaire (one each for headteachers and teachers) were used to collect data. A test-re-test method was used and to establish the reliability of the instruments, and correlation coefficients of 8.45 and 8.72 were obtained for headteachers and teachers questionnaires respectively. The data obtained were analysed using mean, standard deviation, and Pearson Product Moment Correlation. The results indicated that headteachers in the Anomabo Education Circuit often used all the instructional supervisory practices outlined in the study and they performed above average. However, orientation of new teaching staff was the dominant supervisory practice among the headteachers while the least practiced was provision of in-service training for teachers. Generally, teachers in public basic schools in the Circuit were highly motivated, and there was a statistically significant positive but weak relationship between headteachers' supervisory practices and teacher motivation. The study concluded that pupils' performance had not been encouraging even though the teachers were adequately motivated. It was therefore recommended among others, that, the Mfantseman Municipal Directorate of Ghana Education Service should organize regular in-service training programmes for headteachers in public basic schools in the Anomabo Education Circuit to improve their skills to effectively balance and practice their instructional supervisory practices to enhance very high teacher motivation.
Introduction
It is acknowledged that education is very instrumental and an essential agent in national development. As a result improving the quality of education, especially at the basic education level, has become the concern of all nations. Kotirde and Yunos (2014) substantiate this by indicating that the concern for quality has been at the core of the motivating forces for reforms in education, and achieving quality in education has increasingly become crucial in strategic improvement plans of developing countries. These reforms include Millennium Development Goals (MDG); Sustainable Development Goals (SDG); Education for All (EFA); and Education 2030 Agenda which reflects the fourth SDG (De Grauwe, 2016) . It is for this reason that educational quality assurance is a matter of accountability and national interest (McLoughlin and Visser, 2003) . Achieving educational aims and providing quality basic education greatly depends on the significant role played by teachers in determining the nature of education received in schools (Gwaradzimba and Shumba, 2010) . This means that stakeholders of education need to ensure the performance of tasks by teachers to the best of their abilities in order to offer quality education to students.
One of the important aspects of educational management is instructional supervision which may be defined as the process of bringing about improvement in the teaching-learning process through a network of cooperative activities and democratic relationship of persons concerned with teaching and learning, and it is considered as an important activity to achieve an effective education system (Oyewole and Ehinola, 2014) . It is mainly concerned with pupil learning in the classroom, and it is seen as a collaborative effort which involves a set of activities structured with the aim of improving the teaching and learning process (Aguba, 2009; Archibong, 2013) . This means that instructional supervision is characterised by all those activities which are undertaken to help teachers maintain and improve their effectiveness in the classroom. However, it is not designed to find faults or punish, but rather, to see the teacher as a colleague and work together to enhance teaching and learning in schools. Instructional supervision is considered an essential activity in the management and administration of educational institutions because it ensures the quality of educational organizations, and draws together disconnected elements of instruction into whole-school actions (Glickman et al., 2009) . Arong and Ogbadu (2010) share this view by commenting that instructional supervision provides opportunities for schools to be effective for improving professional development of teachers to effectively manage teaching and learning processes. Similarly, Okendu (2012) postulates that instructional supervision enhances teaching and learning through proper guidance and planning, and devising ways to improve teachers' professional knowledge, skills and experiences to make them creative in instructional processes. From the foregoing, it could be said that the general consensus from literature is that instructional supervision aims at improving practice, improving student learning achievement, reflection, and improving the overall school and these goals can be achieved when teachers learn with and from one another (Harrison and Killion, 2007) . It is therefore deduced that to promote quality teaching and learning in basic schools in Ghana, stakeholders need to pay attention to instructional supervision.
Researchers and instructional supervision experts have identified different models that supervisors like head teachers of public basic schools apply in their supervisory practices. In selecting a supervisory model however, Glickman (2002) maintains that it is imperative for a supervisor to consider teachers' level of experience in instructional practices, their developmental level, and the contexts within which a supervisor works. Some of these models are peer supervision, clinical supervision, developmental supervision, and differentiated supervision theory. Sergiovanni and Starratt (2007) explain that in peer supervision, teachers agree to work together for their own professional development. Hence, teachers engage in supervisory tasks by visiting each other's class to learn and to provide help, critique each other's planning, examine together samples of students' work, and assess the quality of teaching and learning students receive. Clinical supervision refers to face-to-face contact with teachers with the intent of improving instruction and increasing professional growth (Sergiovanni and Starratt, 2007) . This means that in clinical supervision, supervisors work with teachers in a collaborative way, and provide expert assistance to teachers with the view of improving instruction in the classroom. Hence, it opens up channels of communication, provide feedback to teachers about their teaching in an objective non-judgmental manner and to dialogue about teaching and learning.
According to Thomas (2011) clinical supervision has five stages (pre-observation conference, classroom observation, analysis and interpretation of data from the observation, planning for post-observation conference, and supervisor's analysis of the post-observation conference) and this is why Sullivan and Glanz (2009) argue that clinical supervision is focused on the improvement of instruction by means of systematic cycles of planning, observation, and intensive intellectual analysis of actual teaching performance in the interest of rational modification.
With the developmental model, Bernard and Goodyear (2009) postulate that the progress of teachers is seen in different stages or levels continuing to develop more complex skills which require supervisors to adopt different styles, strategies and approaches. In view of this, Glickman et al. (2009) identified four approaches of the developmental model as directive control, directive informational, collaborative, and non-directive styles that can be utilised to best meet the needs of teachers. Sergiovanni (2009) asserts that "a differentiated system of supervision which is more in tune with growth levels, personality characteristics, needs and interests, and professional commitments of teachers is needed" (p. 281). Glathorne (2000) further explains that differentiated supervision is an approach to supervision where teachers are given options on the kinds of supervisory methods they will like to adopt. The model assumes that all teachers should involve themselves in teacher evaluation, staff development and informal observation to improve instruction, irrespective of their experience and competence. It could be inferred from the description that differentiated supervision is not a different type of supervision model, but rather the use of an approach based on different supervisory models considering the supervisees and the appropriateness of the model. Glathorne (2000) therefore argues that it is a model that involves clinical supervision, co-operative development and self-directed development aimed at working towards teachers' growth.
The differentiated supervision was considered for the study because of the diversity of the teachers which may make it inappropriate for a "one-size-fit-all" approach to supervision. The teachers have different levels of experience, personal traits, academic background, and work in varied social contexts. With this, it is pertinent that the teachers are provided an opportunity to choose from a number of approaches that would prove effective in their peculiar setting and situations. All models of supervision are relevant in particular situations, so the supervisor (headteacher) needs to be abreast with each model so that they could be adopted when the need arises.
Teacher motivation is considered a crucial issue because teachers are expected to impart knowledge and skills to learners (Mertler, 2002) . As a result, the impact of motivation on employee performance and commitment has been discussed severally among organisational behaviour experts and researchers. Motivation, which has been defined in so many ways is referred to as the reasons or factors that encourage or make people behave in a particular way (Nelson and Quick, 2012) . Motivation is therefore a driving force that induces an individual to take some actions to achieve set goals. Pinder (2014) describes motivation as the intrinsic and extrinsic elements that influence an individual to act in certain ways or take certain actions.
According to Herzberg (1987) Motivation Hygiene Theory (also known as the Two Factor Theory), there are certain factors at the workplace that result in job satisfaction of the workforce. These are referred to as motivators. A separate set of factors known as hygiene factors, also cause dissatisfaction among workers. Examples of motivators according to Herzberg are achievement, recognition, work itself, responsibility, advancement and growth. Examples of hygiene factors include policy, supervision, relationship, work conditions, salary, and security which must be satisfied if they are not to have negative influence on the employees. Malik et al. (2010) argue that motivation significantly determines education achievements and outcomes. This implies that objectives of educational institutions like any other organisation can be achieved when the employees are well motivated. Motivated teachers are therefore more satisfied and this brings about higher performance than those who are less motivated (Iwu et al., 2013) . The finding of a study by Mustafa and Othman (2010) that a positive relationship exists between motivation and teacher performance substantiates these assertions. Furthermore, it is argued that the level of staff turnover may reduce to some extent if the staff are motivated to perform their tasks (Nahavandi et al., 2014) . This means that motivation helps to reduce staff attrition by improving employees' desire to maintain membership in an organization for long.
Literature reveals several supervisory practices of the headteacher. One of such major supervisory practices is lesson observation (Okumbe, 1999) . However, Gaziel (2007) established that majority of principals neither make visits to classrooms to observe teachers' lessons nor give feedback to teachers after class observations. Musungu and Nasongo (2008) found out from a study that the headteachers' instructional practices included checking lesson books, schemes of work, records of work covered, and attendance. It has been revealed that most principals check schemes of work, teachers' record of work, protect students' instructional time through punctuality (Sabitu and Ayandoja, 2012; Samoei, 2014) . Panigrahi (2012) also found that head teachers focused more on work records than on practical work done by teachers while Kramer et al. (2005) observe that distributing literature about instruction, in-service training in the form of workshops, conferences, and seminars form the supervisory practices of head teachers and these equip teachers with expertise as a form of professional development. On orientation of new staff, Samoei (2014) observed that 66.7% of headteachers always orient new teaching staff in their schools. In another study, Muoka (2007) observed that principals carry out inductions of staff and orientation of school programme.
Although motivation, which is closely related to job satisfaction, could be said to be complex, and affected by many factors, it could be measured to determine if employees are motivated or demotivated by finding out whether they are satisfied with factors such as interpersonal relationship, opportunities for promotion, work environment, social recognition, and remuneration and conditions of service (Garudzo-Kusereka, 2009 ). Thus, the levels of satisfaction of teachers reflect their motivation levels.
Different levels of teacher motivation have been established by researchers. For instance, it was revealed that generally, teachers in Zimbabwean Secondary Schools had low levels of motivation (Garudzo-Kusereka, 2009 ). Other low levels of motivation among teachers have been established through research (De Jesus and Conboy, 2001; Lethoko et al., 2001) . Mertler (2002) however found out in the United States that 77% of the survey respondents were generally satisfied and motivated by performing their duties as teachers. Again, Munyengabe et al. (2017) established from a study that levels of motivation of lecturers in Chinese University was satisfactory. Dorji (2014) also concluded from a study that teachers in government and middle secondary schools in Thimphu were moderately motivated.
On factors affecting motivation, Onyambu (2014) found out that teachers in Masaba South District of Kenya were highly motivated with recognition given them, potential for professional growth, and internal relationship with colleague teachers. Similarly, Dorji (2014) study revealed that the top four factors of motivation indicated by teachers in government and middle secondary schools in Thimphu were professional growth, professional development, clear feedback from principals, salary, and recognition and appreciation of work. The findings from Garudzo-Kusereka (2009) study indicated that teachers in Zimbabwean secondary schools were satisfied with their motivation in terms of interpersonal relationship even though they were not satisfied with their motivation considering work condition, organizational practices, opportunities for positional advancement and participation in professional development programmes, and autonomy in performing their duties as teachers.
Researchers have documented the relationship between supervisory practices and motivation. In a study by Ghavifekr and Ibrahim (2014) it was revealed that Heads of Department's supervisory practices related to the teachers' motivation and subsequently led to their job performance. This makes Yukl (2010) to postulate that an instructional supervisor must have the competency and ability to encourage and motivate subordinates to work together to achieve and perform better. Therefore, teachers who are motivated by the instructional supervisory practices of their headteachers will be encouraged perform very well. Wanzare (2012) study established that instructional supervisory practices significantly relate with motivation, and concluded that school heads are expected to provide the right motivation and stimulation for staff through their instructional supervisory role. They are to use supervisor-teacher friendly methods, and move from the traditional method of control and authoritarianism to more cooperative and collaborative practices.
The Mfantseman Municipality, where Anomabo Education Circuit is found, has witnessed poor academic performance among pupils in recent times. records In 2010 for instance, 1330 (47.2%) of the 2820 candidates presented for Basic Education Certificate Examination (BECE) in the Municipality passed, indicating that 52.8% of the candidates could not gain admission into Senior High Schools (SHS). In the same year, six schools had zero per cent (Mfantseman Municipal Education Directorate, 2016) . In 2011, performance reduced to 36.8% pass rate, and 11 schools had zero per. The pass rates in the BECE in 2013 and 2015 were 48.2% and 53.2% respectively (MMED, 2016) . The performance of pupils in public basic schools in the Anomabo Education Circuit had also been very poor since 2010….
The rate of failure among the pupils has become an issue of concern to stakeholders of education in the Municipality, and specifically, in the Circuit. Oduro (2008) found out that poor supervision of teachers one of the major causes of poor academic performance among pupils in basic schools in Ghana. Besides, Kageha (2008) also argues that instructional supervision of teachers is linked to their motivation. Therefore, it could be argued that poor academic performance of pupils public basic schools in the Anomabo Education Circuit could be attributed to ineffective instructional supervision practices of headteachers, and demotivation of teachers.
Headteachers in the Anomabo Education Circuit, like those in the other circuits of the Mfantseman Municipality, are expected to perform instructional tasks such as lesson observation, orientation of new staff, monitoring punctuality and regularity, checking school records, and conducting in-service training. The aim is to ensure effective performance of teachers, improvement in pupils' academic performance, and generally, the achievement of school and educational goals. However, it is not clear whether these supervisory practices relate with teacher motivation in the Anomabo Education Circuit since it appears there is no research evidence on the relationship between headteachers' supervisory practices and teacher motivation. These reasons informed the conduct of this study. The following research questions were formulated to guide the study:
1. What supervisory practices do headteachers of public basic schools in the Anomabo Education Circuit exhibit? 2. What is the level of motivation of teachers in public basic schools in the Anomabo Education Circuit? 3. What is the relationship between headteachers' supervisory practices in public basic schools in the Anomabo Education Circuit and teacher motivation? The findings of the study will contribute to effective implementation of supervisory practices of headteachers, and improve teacher motivation in the Anomabo Education Circuit. It is hoped that the findings of the study will make headteachers to be aware of their supervisory practices and reinforce those practices that are likely to enhance teacher motivation. To the teachers, the findings of the study would throw more light on the instructional supervisory practices that headteachers are expected to carry out in their schools to boost their motivation. This will encourage the teachers to be cooperative during instructional supervision for better results. Furthermore, the findings of the study will inform the Mfantseman Municipal Directorate of the Ghana Education Service on areas of supervision that require attention when designing programmes for internal supervision in public basic schools, and organising effective in-service programs for headteachers and teachers on matters of instructional supervision and motivation. Again, the findings of the study will benefit the pupils in their performance through improved head teachers' supervisory practices and teacher motivation. it will also serve as the basis for further research in basic schools in the Mfantseman Municipality.
Methodology
The study adopted the cross sectional survey design because it helps to obtain information about the occurrence, distribution, and interrelations of variables within a population where data are usually gathered through self-reporting (Polit and Beck, 2010) . This was in line with the purpose of the study which sought to describe the supervisory practices of head teachers, teacher motivation, and the relationship between these two variables through self-report of the respondents. The quantitative approach which involves statistical analysis and relies on numerical evidence to examine relationships between variables and draw conclusions (Burns and Grove, 2011) was employed because the study sought to investigate the relationship between headteachers' supervisory practices and teacher motivation. The population for the study consisted of all headteachers and teachers in public basic schools in the Anomabo Education Circuit of the Mfantseman Municipality, and the target population was made up of headteachers and teachers who had worked in their present schools for at least two years. The target population was 232 made up of 15 headteachers and 217 teachers.
A sample size of 69 participants (15 headteachers and 54 teachers) representing about 30% of the target population was deemed appropriate and used for the study since it is suggested that a sample size of 10% to 30% of the target population is representative in quantitative studies (Asamoah-Gyimah and Duodu, 2007) . The purposive and stratified sampling techniques were used to select the sample for the study. All 15 headteachers (who had spent at least two years at their current school) were purposively sampled for the study because the study sought to examine the supervisory practices of headteachers. Hence, their views were crucial in gaining an understanding of this variable. The teacher target population was put into two strata by sex and a proportionate sampling procedure was followed to select from each stratum so that the sample represented the population. The male target population was 59.0% and that of the females was 41.0%. Therefore, out of the 54 teachers randomly selected, 32 were males and 22 were females.
Two sets of questionnaire (one each for headteachers and teachers) were used to collect data because questionnaires are appropriate in obtaining data on perceptions, attitudes, knowledge and experiences of people (Parahoo, 2006; Orodho, 2009) . Since the study sought to investigate instructional supervisory practices of headteachers and how these practices relate with teacher motivation in public basic schools in the Anomabo Education Circuit, the use of the questionnaires which were in three sections, was deemed appropriate. The first section of the questionnaires collected information on the personal characteristics of the respondents, the second section included items on headteachers' supervisory practices while the third section dwelt on teacher motivation. Sections two and three of the questionnaire were measured on a 5-point Likert scale.
The questionnaires were pre-tested in three randomly selected public basic schools in the Yamoransa Education Circuit in the Mfantseman Municipality. Through the test-retest (with two weeks interval) approach, the Pearson coefficient was calculated to compare the two sets of data for the questionnaires. The resultant coefficients were 8.45 for headteachers' questionnaire and 8.72 for teachers' questionnaire. These coefficients implied the items in the questionnaire were reliable since a good reliability is indicated by a coefficient greater than 0.8 (Jones and Rattray, 2010).
Results and Discussion
In analysing the data, mean, standard deviation, and Pearson Correlation were used.
Supervisory Practice(s) Exhibited by Headteachers of Public Basic Schools in Anomabo Education Circuit
The first research question was to determine the supervisory practices of headteachers of public basic schools in the Anomabo Education, Circuit. In analysing this research question, means were used to determine the levels of instructional supervisory practices of the headteachers. These levels were: 0.1-1.0 (never); 1.1-2.0 (rarely); 2.1-3.0 (sometimes); 3.1-4.0 (often); and 4.1-5.0 (always). Data in Table 1 explains the supervisory practices used by the headteachers. The data in Table 1 shows that headteachers of public basic schools in the Anomabo Education Circuit often exhibited all the supervisory practices outlined in this study. This stems from the mean range of 3.33 and 3.74 obtained for all the five instructional supervisory practices. A 5-point Likert scale was used to collect data on instructional supervisory practices of headteachers. This implies a mean (average) score of 3.0. The deduction is that headteachers' practice of the supervisory tasks was above average for all the tasks. However, orientation of new staff was dominant among the headteachers while provision of in-service training was least practiced in the schools. It is important to note that new teachers need to be assisted to be familiar with their tasks, work environment, the challenges they are likely to face, and how to address them. The findings of this study agree with those of Sabitu and Ayandoja (2012) and Samoei (2014) that most of supervisors check schemes of work, teachers' record of work, monitor teachers' punctuality, and check teachers' instructional records. The findings further substantiates that of Samoei (2014) that orientation of new teaching staff in their schools was dominant among head teachers. However, it disagrees with the findings of Okumbe (1999) that lesson observation was a foremost activity in the supervisory practices of the head teachers.
Motivation Level of Teachers of Public Basic Schools in the Anomabo Education Circuit
The second research question was aimed at determining the level of motivation of teachers in public basic schools in the Anomabo Education Circuit in relation to remuneration and conditions of service, work environment, interpersonal relationship, opportunities for promotion, and social recognition. Interpretation of means as suggested by Jamil (2012) and cited by Mohd et al. (2013) was adopted for the interpretation of levels of teacher motivation in the Anomabo Education Circuit. The numerical mean values and their interpretations used are shown in Table 2 . Source: Jamil (2012) cited in Mohd et al. (2013) The results of the level of motivation of teachers in public basic schools in the Anomabo Education Circuit are presented in Table 3 . The results in Table 3 show that teachers in public basic schools in the Anomabo Education Circuit had a very high motivation with interpersonal relationship (M=4.68, SD=0.72), and opportunities for professional growth (M=4.47, SD=0.83). They were also highly motivated with work environment (M=3.66, SD=0.74), and recognition of effort (M=3.78, SD=0.65). However, they had a low motivation with remuneration and conditions of service (M=2.36, SD=0.78). The results also show that generally (overall), teachers in public basic schools in the Anomabo Education Circuit were highly motivated. This is seen from an overall mean of 3.79 and a standard deviation of 0.57. The findings seem to confirm the finding of Mertler (2002) that 77% of teachers in the United States were generally satisfied and motivated by performing their duties, but contradicts Garudzo-Kusereka (2009) finding that generally, teachers in Zimbabwean secondary schools had low levels of motivation.
Relationship between Headteachers' Supervisory Practices and Teacher Motivation in Public Basic Schools in the Anomabo Education Circuit
To examine the relationship between head teachers' supervisory practices and teacher motivation, the Pearson Product Moment correlation was used, and the results are presented in Table 4 . The guideline provided by Peck et al. (2008) that coefficients less than 0.5 represent a weak relationship, coefficients greater than 0.5 but less than 0.8 represent a moderate relationship, and coefficients greater than 0.8 but equal to 1.0 represent a strong relationship was followed. The Pearson correlation results in Table 4 reveal that generally there was a weak but statistically significant positive relationship between headteachers' supervisory practices and motivation (r=0.362, p=0.00, 2-tailed) at 0.05. The results further indicate that there was no statistically significant relationship between orientation of new staff and teacher motivation (r=0.165, p=0.18, 2-tailed); there was a weak but statistically significant positive relationship between checking teacher's record of work and teacher motivation (r=0.354, p=0.00, 2-tailed); there was a weak but statistically significant positive relationship between provision of in-service training and motivation (r=0.278, p=0.02, 2-tailed); there was a weak but statistically significant positive relationship between lesson observation and motivation (r=0.263, p=0.03, 2-tailed); and there was a weak but statistically significant positive relationship between monitoring punctuality and regularity and teacher motivation (r=0.352, p=0.00, 2-tailed). Based on these results, it is proven that headteachers' supervisory practices are essential in promoting teachers' motivation, and that except orientation of new staff, all the supervisory practices were important in enhancing teacher motivation in the Anomabo Education Circuit. This confirms the findings from a study conducted by Ghavifekr and Ibrahim (2014) that supervisory practices of Heads of Department related to teachers' motivation. it also substantiates Wanzare (2012) finding that supervisory practices significantly relate with motivation.
Conclusions and Recommendations
This study investigated the supervisory practices of headteachers and how they relate with teacher motivation in the Anomabo Education Circuit in the Mfantseman Municipality. The findings revealed that headteachers made use of all the supervisory practices identified, and that their practice of the supervisory tasks was above average for all the tasks. However, orientation of new teaching staff was predominantly practiced while provision of in-service training was the least practiced. The fact that the headteachers often made use of all the supervisory practices, and were found to be performing above average is a good indication that they were aware of the supervisory practices they had to undertake to ensure effective teaching and learning in their various schools.
It was established that the teachers had a very high motivation in relation to interpersonal relationship, and opportunities for professional growth. They were also highly motivated with work environment, and recognition of effort, but experienced a low motivation with remuneration and conditions of service. Generally, the teachers experienced a high motivation. It is however intriguing that even though the headeachers performed above average in terms of their instructional supervisory practices, and with highly motivated teachers, academic performances of the pupils in the Anomabo Education Circuit were not encouraging. One therefore wonders if other factors account for such poor performances in the Education Circuit. Perhaps, the level of motivation of teachers could still be improved to ensure effective performance if their welfare, conditions of service, training and other needs are made attractive. Headteachers of public basic schools in the Anomabo Education Circuit should therefore improve on their instructional supervisory practices to provide the needed motivation and stimulation for their teachers to excel. Headteachers must therefore see to it that their instructional supervisory practices are based on co-operation and collaboration of efforts with the teachers.
The results also showed a statistically significant positive but weak relationship between the supervisory practices of headteachers and teacher motivation. Except orientation of new staff, all the supervisory practices (checking teacher's record of work provision of in-service training, lesson observation, and monitoring punctuality and regularity) correlated significantly with teacher motivation. Interestingly, orientation of new staff which was a dominant supervisory practice of the headteachers, did not significantly contribute to teachers' motivation. It is therefore important for headteachers to keenly execute their supervisory tasks so that teachers will be motivated to do their work. Even though not all supervisory practices of hedteachers in public basic schools in the Anomabo Education Circuit significantly contributed to teachers' motivation, headteachers in the Education Circuit need to pay equal attention to all their supervisory tasks to achieve optimum motivation of teachers.
It is therefore recommended that, The Mfantseman Municipal Directorate of GES should organize in-service training programmes for the headteachers of public basic schools in the Anomabo Education Circuit to equip them with the appropriate knowledge and skills to effectively balance and practice the supervisory tasks that are most likely to increase teacher motivation. The Mfantseman Municipal Directorate of GES should also take care of the welfare, conditions of service, work environment, training and other needs of the teachers so that irrespective of their age, gender, academic qualification, and experience, they will be well motivated to do their work. Again, further research should be conducted on instructional supervisory practices of headteachers and teacher motivation in public basic schools in the Anomabo Education Circuit, and other Education Circuits in the Mfantseman Municipality to obtain a general information which will inform policy and practice to enhance effective instructional supervision and teacher motivation in the Municipality.
